INTRODUCTION
Teacher performance in schools is crucial for improving the quality of education. This is reasonable because the individual performance of a teacher will reflect the degree of school competition. School progress and retreat are greatly influenced by teacher performance. Likewise, the quality of education is inseparable from the role of teacher performance in improving the quality of education. When observed, the factors that influence the performance of the teacher mentioned above, it can be said that in general the factors that influence the performance of teachers both in school are almost the same. Where this can be seen according to performance as a process of one's ability to complete work from "raw input" until it reaches "output." These factors include emotional intelligence, organizational culture, and supervision (Mohtar & Rajiani, 2016) .
Good performance can contribute to organizations or institutions so that the goals that have been announced can be achieved. According to Colquitt, et al. (2009: 37) performance is formally defined as the value of all employee behaviors that contribute (reciprocal contribution) positive or negative for achieving organizational goals. Definition of work behavior includes behaviors that control employees. So employees contribute good behavior, positive and negative behaviors that are appropriate or not by the achievement of work results. This definition implies that performance includes both positive and negative values performed by employees. This behavior is the control within employees that will be related to their performance. The work results obtained by someone in carrying out their duties are the output of the work process.
The performance measures according to Mitchell and Larson quoted by Sedarmayanti (2009) are seen from five things, namely 1) Quality of work, 2) Promptness (timeliness of completing work), 3) Initiative (initiative in completing work), 4) Capability (having the capacity to complete work), 5). Communication (cooperation with other parties). Petridis and Fordham (2010) propose to make two different concepts of emotional intelligence based on differences in measurement methods. The first concept, emotional intelligence as the ability (emotional intelligence ability) refers to the ability to feel, undergo, and utilize information that is effective. The second concept, emotional intelligence is a character (trait emotional intelligence or emotional self-efficacy) which refers to a series of perceptions and personal tendencies about emotional aspects.
Related to the nature of emotional intelligence, Zeidner et al. (2009), states; the nature of emotional intelligence represents the overall personality. Like typical personality traits, the nature of EI is a qualitative style of behavior and adaptive experience in several contexts but not others. The challenge then integrates the nature of emotional intelligence and aspects in standard personality research. Whether working on the nature of emotional intelligence adds a new aspect to the existing personality model or explains the traits that exist from different perspectives. As a trait, EI is considered an innate characteristic that enables and promotes well-being.
Luthans (2011) defines organizational culture as an underlying pattern of assumptions that are created, discovered, or developed by a particular group of learning outcomes to overcome problems through external adaptation and internal integration, which works quite well for valuable considerations and, therefore, to be taught to new members as a correct way of understanding, thinking, and feeling related to the problem. Terry (2005: 178) defines supervision as follows; supervision is an activity to monitor whether the organization's movements are by the plan or not. Moreover, supervise the use of resources in the organization that will be used effectively and efficiently without deviating from the plan. This definition implies that supervision is an activity carried out by a leader in order to optimize the existing resources within the organization in order to achieve the expected goals.
Supervision according to the Peretomode cited by Oleforo et al. (2015) , "supervision is that phase of school management which focuses primarily on the achievement of the appropriate expectation of educational systems. It is an indispensable function of the school managers". It means that means supervision is an activity or exercise in which a professional or a group of professional supervisors helps in facilitating learning by improving the learning and teaching environment in schools through guidance, advice, and encouragement for both students and teachers.
Some of the principal's activities as a supervisor as explained by Rue and Byars (2010): A leader in carrying out tasks in an organization by carrying out activities including; (1) planning, including determining the most effective way to achieve the work that must be done by the working group and the most effective way to achieve goals. (2) Organizing, distribute work between employees in the workgroup and arrange work so that it flows smoothly. (3) Staffing, relating to getting and developing the best people. (4) Leading, direct and involve employee behavior towards the achievement of work performance and provide a workplace where people can be motivated to achieve work goals. (5) Controlling, determining how well the work being doneis compared to what was planned.
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RESEARCH METHODS
This study was conducted at the public elementary schools in Jambi City totaling 197 schools. The study took place from October 2016 to October 2018. The method of this study used a combination research method (Mixed Methods). The population in this study was all public elementary school teachers in Jambi City with 948 people. As for this study, the sampling method with the technique of Multi-Stage Random Sampling was employedto obtain the number of 282 teachers.The research hypothesis was tested using multiple regressions. Before hypothesis testingdata wastested for normality and homogeneity (Moleong, 2003) .
RESULTS
The results of data analysis for normality and homogeneity are listed in Table 1 and Table 2 . 
DISCUSSION
Based on the scientific identification theory or operation research in education management (SITOREM) or scientific introduction theory for operations research in the field of education management, the reduction in suggestions or recommendations from the results of this study will use the SITOREM method. This is a scientific identification theory that is a theory that explains the steps in system analysis, modeling,and simulation ( Hardhienata, 2017) . Primary considerations for the preparation of problem handling include three criteria, namely: 1) the strength of the relationship between the independent variables studied with the dependent variable. 2) the order of indicators that have been prioritized, and 3) indicator values from the results of field research after considering these three criteria, the sequence is made to determine the priority of actions to improve the state of the dependent variable.
From the results of multiple regression of this quantitative study, it can be seen between the three independent variables; itis known that the value of the relationship between independent variables and the dependent variable can be seen from the coefficient of determination. The coefficient of determination of emotional intelligence variables with a performance of r y1 2 = 38.20%, organizational culture variables with teacher performance of r y2 2 = 37.10%, variable supervision of principals with teacher performance of r y3 2 = 49.10 %.
Figure1: SITOREM Analysis
When viewed from the influence of each independent variable on the dependent variable (teacher performance), the principal supervising variable gives the most considerable influence where the correlation coefficient is 0.701, which means the coefficient of determination (influence) is 49.10%, followed by the emotional intelligence variable with the coefficient the correlation is 0.618, this means that the determination coefficient is 38.20% and the organizational culture variable with its correlation coefficient is 0.609, which means that the determination coefficient is 37.10%.
From the results of the priority sequence and calculation of each variable obtained from research in the field, then a sequence to determine the priority of actions to improve is listed as follows. 
CONCLUSION
Based on the results of the analysis of research data, both quantitatively and qualitatively reinforced, it can be concluded that this study has found efforts to improve teacher performance by identifying and developing variables emotional intelligence, organizational culture and supervision of the principal are as follows:
1. The strength of the relationship between emotional intelligence and teacher performance is strong (r y1 = 0.618, p <0.01) means that the higher the development of emotional intelligence is predicted to improve teacher performance.
2. The strength of the relationship between organizational culture and teacher performance is relatively strong (r y2 = 0.609, p <0.01) means that the higher the organizational culture is predicted to improve teacher performance.
